and Very Senior Leaders want them to be: creative, adaptive, flexible, and agile leaders who think strategically and act decisively based on their GWOT experiences.
The hallmark and core of Army training and leader development remains a highly structured, organized, and centralized system. If this system does not adapt, flex, and evolve in parallel with the demands of Junior Leaders from the Millennial Generation, the Army will incur serious and unintended consequences. Should the Army sustain the status quo it could lose its leadership edge, waste the experience gained during GWOT, disenfranchise its Junior Leader Millennials, and marginalize its future. This puts the Army at risk of becoming a force hollow at its leader core unable to fulfill requirements in support of US National Security and Military Strategy.
This project studies the generational differences in Army leaders and the structure that both influences and develops today's leader training system. Further it will demonstrate how the Army must adapt and change its leader training system to maximize the lessons learned by Junior Leader Millennials during GWOT deployments. The hallmark and core of Army training and leader development remains a highly structured, organized, and centralized system. This system employs strict management oversight and a checklist centric approach developed by the Army's current Very Senior
Leaders who are from the Baby Boom Generation. This training and leader doctrine is comfortably executed by the Army's Senior Leaders from Generation X.
If this system does not adapt, flex, and evolve in parallel with the demands of Junior Leaders from the Millennial Generation, the Army will incur serious and unintended consequences. Should the Army sustain the status quo it could lose its leadership edge, waste the experience gained during GWOT, disenfranchise its Junior Leader Millennials, and marginalize its future. This puts the Army at risk of becoming a force hollow at its leader core unable to fulfill requirements in support of US National Security and Military Strategy.
This project studies the generational differences in Army leaders and the structure that both influences and develops today's leader training system. Further it will
show how the Army must adapt and change its leader training system to maximize the lessons learned by Junior Leader Millennials during GWOT deployments.
Army Leader Generations
To understand the differences in leaders and generations and how they fit into the current Army leader training model, it is necessary to define the generations. The Very Senior Leader Boomers grew up during a time of economic prosperity. They are optimistic, have a relentless work ethic, and tend to give family activities and personal goals secondary consideration. 4 Senior Leader Xers are the neglected latch key generation that arrived without fanfare. They are self-reliant, independent, confident, and tend to be distrustful of authority. 5 Junior Leader Millennials, in contrast to Senior Leader Xers, are trustful of authority. They desire coddling and are more comfortable in a team or group environment. Generally they are a happier generation. 6 These are the generations who serve in the Army and utilizing these categorizes, we can use this information to examine the Army Leader Training Model and how it needs to adapt to maximize the potential of these combat proven Junior Leader Millennials. The Generation X officers in the Army who remained after the downsizing in the early 1990s reinforce the perspectives of their generational traits. These Senior Leaders of today are distrustful of an institution that issues pink slips to officers with fifteen years service in the Army. Yet they are confident and independent enough to build on and thrive in the strict, organized, and centrally led training models from the early-mid '90s.
Senior Leaders capitalized on both of these facets to become highly successful at the tactical level in conflicts including Bosnia, Macedonia, Kosovo, Rwanda, and
Liberia despite their lack of peacekeeping training. These Senior Leaders are not an enigma, but instead a sophisticated hybrid group of leaders able to bridge generations.
They are highly successful inside the rigid garrison training design of Very Senior
Leaders. Despite their distrust and cynicism of the Army, they were able to rely on their confident, independent nature to succeed at the tactical level in the conflicts of the '90s. 
Army Training and Leader Development
Three domains comprise the Army Training and Leader Development Model:
Self-Development, Operational, and Institutional. These domains provide the basic foundation for Army leaders to develop knowledge, skill, and experience to lead and excel in a full spectrum, expeditionary environment. 19 This model remains relatively unchanged since the onset of the GWOT. This section will define all three domains of Army Training and Leader Development. It will identify flaws, recommend fixes, and demonstrate potential outcomes for change. It will also describe the significance of continuing leader development for the Army's Junior Leader population who will play an increasingly vital role for the nation in a hyper-change environment. Part of Self-Development occurs through the establishing of goals, self assessment, and individual study. However, the fact is that today's operational tempo, both while deployed and in garrison, provides little time for the officer to fully exploit this domain as defined. It is conceptually noble, but is not a true depiction of reality in today's force. Aspects of Self-Development do occur in the Senior Leader and Junior
Leader force, but largely as a subset of the other domains. In reality it is not a co-equal domain in total leader development. Another key facet of the Self-Development Domain is conducting selfassessments to evaluate competencies and determine strengths and weaknesses using feedback from leaders, mentors and peers. 22 This is a tremendous concept in theory, but there is no formal system in place with teeth to ensure it occurs. Current systems only provide for feedback via efficiency reports and sporadic counseling from superiors.
There is no system in place to ensure that leaders gain holistic, unfettered feedback from their superiors, peers, and subordinates. Without total feedback, leaders get an inflated view of their strengths with very little feedback on their weaknesses.
However, if peers and subordinates contribute to feedback in an anonymous fashion, it is far more likely a leader will digest realistic feedback on strengths and weaknesses on how to be a better leader. Therefore, the Army must formally adopt a 360 degree evaluation system. The institutions can phase the system in over time degree, are a natural fit for their generation and they will embrace the feedback. 24 Public speaking is also extremely important facet to self-development. In order to conduct a public speaking engagement, leaders need general knowledge of world and military current events. They must also understand their audience. Developing public speaking skills allows leaders to effectively translate facets of the global strategic environment to their units and Soldiers. It also promulgates Army strategic communication messages to non-military audiences around the world.
In this era of hyper-change where information sharing and media coverage dominate the senses, this talent will become a necessary foundational leader skill. As such, public speaking training and engagements for all leaders must be mandatory, not simply encouraged. The Army needs to immediately mandate, in every institutional school and unit, both active and reserve component, a formal public speaking program.
To enhance the training, it is imperative that these programs also require practice through engagements with local community organizations and media outlets. The management pendulum is swinging too far toward the "micro" end of the spectrum. The Army must get back to a "two levels down" philosophy for issuing command guidance, directives, and orders while in garrison. After all, this is the construct Army's Junior Leaders operate and excel within during operational deployment situations. This is not undermining senior (command) authority to emphasize critical subjects to subordinates. However, so much is currently critical and mandatory that subjects of extreme importance get lost in the tidal wave of data. I believe more curriculum time should have been spent on joint and multinational operations, public speaking, and interagency capabilities…these are the areas where field grade officers have the most impact throughout the 8-10 years after leaving ILE. These changes were already heading this way as I was leaving. Battalion AOs in the GWOT are the "Ellis Island" of warfare. Rangers, SOF, CIA, FBI, USAID, and DIA are just a few of the organizations that a land owner partners with. There is an immediate and critical need to address these agencies at a CCC. You can't synchronize what you don't understand. 33 Millennial Junior Leaders are asking questions about, have experiences in, and demand rigor about subjects that Senior and Very Senior Leaders only dealt with after the first decade of their career. Portions of the Army PME are adapting to the environment, however CCC's that support and educate Millennial Junior Leaders are significantly lagging. TRADOC must revamp the CCC curriculum to challenge these leaders and broaden their thinking. They are ready and expect it. To not do so will stifle their growth as leaders and demonstrate to them that an Army who wants adaptive leaders is not willing to adapt its leader institutions toward that end. Endnotes increases in hyper-change. Army leaders will demand more from each level of Army PME throughout their career. Millennial Junior Leaders will demand more of the curriculum at CGSC and both Millennial Junior Leaders and Senior Leader Xers will demand more of the Senior Service College curriculum. Programs such as the Advanced Strategic Arts Program (ASAP) and the National Security Policy Program (NSPP) at the Army War College provide the rigor, level of thinking, and broadened perspective and experiences that will be expected by the Junior and Senior generational leaders. The Army should continue to elevate its institutional PME system and adapt to the capabilities and needs of its leaders as they adapt their thinking and skill set in this era of hyper-change.
